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Abstract:

In today’s rapidly evolving world, where environmental sustainability and employee
well-being are gaining increasing significance, the concept of Green Work-Life Balance
(GWLB) has emerged as a crucial area of study. This systematic review examines how
sustainability initiatives—such as eco-friendly workplace policies, green commuting, and
remote work—intersect with work-life balance practices to create healthier, more fulfilling
work environments. Green practices are shown to not only reduce ecological footprints but also
enhance employee satisfaction, minimize burnout, and boost productivity. However,
integrating these practices poses challenges, including organizational resistance, inadequate
infrastructure, and the need for adaptive policies. By synthesizing research across disciplines,
the review offers practical insights for businesses, policymakers, and scholars aiming to
develop balanced and sustainable workplace frameworks, highlighting the importance of
aligning environmental responsibility with employee well-being for organizational and
planetary success.
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1. Introduction

Addressing the global environmental crisis has become a critical priority for organizations,
governments, and individuals worldwide. This urgency has driven the integration of
sustainability into workplace practices, fostering the development of innovative concepts like
Green Work-Life Balance (GWLB) (Ansori & Yusuf, 2023). As a holistic approach, GWLB
extends beyond traditional work-life balance frameworks by embedding environmental
sustainability into employees’ professional responsibilities and personal lifestyles (Lin et al.,
2024). It aims to cultivate eco-friendly values and behaviors, enabling employees to adopt
green practices that not only benefit their organizations but also contribute to their broader
communities and ecosystems (Kaushik & Nair, 2020). GWLB forms a critical component of
Green Human Resource Management (GHRM), a framework focused on using human resource
policies and practices to minimize an organization’s ecological footprint (Faeni et al., 2025).
Key GHRM strategies—such as green recruitment, environmentally oriented training, eco-
conscious rewards, and flexible work arrangements—empower organizations to promote
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sustainability while enhancing employee engagement (Miah et al., 2024). What makes GWLB
unique is its focus on bridging work-life boundaries to create an environmentally conscious
lifestyle. By encouraging employees to adopt green practices at work and at home, GWLB
ensures that the values and benefits of sustainability resonate across multiple life domains
(Faeni et al., 2025).

Despite its potential, the implementation of GWLB policies is not without challenges.
Organizations often face resistance from employees due to concerns about lifestyle changes or
perceptions that these policies may encroach upon their personal autonomy (Barik & Pandey,
2016). Additionally, cultural and societal norms—particularly those related to gender roles—
shape how green initiatives are perceived and adopted. For instance, traditional expectations
surrounding caregiving responsibilities often place a disproportionate burden on certain
groups, limiting the effectiveness of GWLB initiatives (Muster & Schrader, 2011).
Furthermore, existing frameworks for work-life balance and sustainability often focus
primarily on organizational outcomes, such as cost reduction or enhanced productivity, while
neglecting the interconnected nature of personal, organizational, and environmental care. This
narrow approach highlights the need for more comprehensive frameworks that address these
multifaceted challenges (Yao, 2024). Research on GWLB underscores its benefits for employee
satisfaction, organizational sustainability, and societal well-being. For example, studies
conducted in Malaysia reveal that GHRM practices can significantly enhance employee
satisfaction, although their success often hinges on cultural readiness and infrastructural
support (Nurhasanah & Tiyasiningsih, 2024). In other contexts, GWLB has been linked to pro-
environmental behaviors, such as reduced commuting emissions, increased recycling, and
conscious energy usage. However, these outcomes depend on an organization’s commitment
to fostering green behaviors through both policy and practice (Azmi et al., 2018). Moreover,
GWLB has been conceptualized as a pathway to achieving a balance between environmental
care and personal well-being. It requires organizations to design policies that facilitate the
seamless integration of green practices across both work and home settings (Ansori & Yusuf,
2023). Policies that encourage remote work, carpooling, and energy-efficient office spaces, for
instance, can create ripple effects, promoting sustainable behaviors beyond the workplace. At
the same time, organizations must address the structural and social barriers that hinder the
adoption of such initiatives, ensuring that they are inclusive and effective (Faeni et al., 2025).

This systematic literature review examines the principles, challenges, and opportunities
associated with GWLB. By synthesizing existing research, it seeks to provide a comprehensive
understanding of this emerging concept, offering insights that can guide both theoretical
exploration and practical implementation in diverse organizational contexts.

The specific objectives of this study address the following research questions:

RQ 1. How has GWLB research evolved over the recent past?

RQ 2: What is the rationale of environmental sustainability and work-life balance?
RQ 3: What are the corporate initiatives promoting GWLB?

RQ 4: What are the factors influencing GWLB?
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RQ 5: What are the key challenges in the implementation of GWLB?

To the author’s knowledge, this review is unique in the sense that it unfolds the understanding
of GWLB since its evolution and proposes future research directions to fill detailed research
gaps. The existing literature related to the intersection of environmental sustainability and work
life balance has been covered mostly under the umbrella of green human resource management
(GHRM) which focuses on the environmental sustainability and social responsibility aspect of
HRM practices. On the other hand, GWLB emphasises the significance of balancing
employee’s work and personal life to improve the overall well-being and productivity, keeping
in mind the incorporation of eco-friendly and sustainable practices. Therefore, this study is
novel as it summarizes the limited extant body of knowledge on GWLB and will guide
researchers in investigating and exploring the emerging area of study.

2. Literature Review
2.1 Theoretical Background

The concept of green work-life balance (GWLB) incorporates environmental sustainability into
the conventional framework of work-life balance. It emphasizes fostering eco-friendly habits
and practices in both professional and personal settings. This integrated approach aligns
environmental responsibility with individual well-being and organizational objectives.
According to Muster and Schrader (2011), green work-life balance serves as a mechanism to
promote sustainable behaviors among employees across their work and private lives. By
encouraging such practices, organizations can realize multiple benefits including improved
environmental outcomes, enhanced employee satisfaction, and greater overall organizational
effectiveness. Moreover, by embedding eco-conscious behaviors into daily routines, companies
can establish a culture that supports long-term sustainability (Muster & Schrader, 2011). Vasa
and Thatta (2018) explored green work-life balance within the broader framework of Green
Human Resource Management (Green HRM). They emphasized that implementing green
work-life balance strategies not only helps employees achieve personal gratification but also
improves their focus and productivity in the workplace. Such practices reduce operational costs
and enhance employee retention by creating a harmonious balance between work and personal
life. This dual benefit underscores the strategic value of green work-life balance as both a
sustainability initiative and a tool for organizational success (Vasa & Sowdamini, 2017).
Similarly, Singh and Bhatnagar highlighted that green work-life balance has the potential to
generate positive impacts for the environment, employees, and organizations alike. She noted
that fostering green behaviors, such as integration, cooperation, compliance, focus, risk-taking,
and creativity, is a key outcome of adopting this approach (Singh & Bhatnagar, 2014). These
behaviors not only contribute to environmental sustainability but also encourage innovative
and collaborative workplace dynamics, driving organizational growth and adaptability in the
face of environmental challenges.

The evolution of green work-life balance (GWLB) reflects a transformation in workplace
culture, integrating sustainability into traditional work-life balance. Initially, during the 1980s
and 1990s, work-life balance focused on employee well-being, flexible work arrangements,
and family-friendly policies, without addressing environmental concerns (Pham et al., 2019).
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In the late 1990s and early 2000s, the rise of corporate social responsibility (CSR) and concepts
like Green Human Resource Management (Green HRM) introduced eco-friendly workplace
practices, laying the foundation for green dimensions in work-life integration (Kamaruddin et
al., 2018). By the 2010s, GWLB was formally defined by scholars such as Muster and Schrader
(2011) as a means to promote eco-friendly behaviors among employees, fostering synergies
between personal well-being and environmental stewardship. Organizations adopted practices
like remote work, green commuting, and energy conservation while Green HRM initiatives
introduced green training programs and eco-friendly incentives to align employee behavior
with sustainability goals (Akdeniz, 2023; Ahmed et al., 2024)). The COVID-19 pandemic
accelerated these efforts, normalizing remote work and digital solutions that reduced
environmental footprints while enhancing employee engagement and improving companies'
environmental and social governance (ESG) profiles. Today, GWLB continues to evolve,
driven by rising awareness of climate change, legislative and consumer pressures, focus on
sustainable development goals (SDGs), and cultural shifts emphasizing health, well-being, and
planetary care, positioning it as a critical framework for harmonizing professional, personal,
and environmental priorities (Battisti et al., 2022).

2.2 Rationale of environmental sustainability and work-life balance

The intersection of environmental sustainability and work-life balance represents a modern and
meaningful approach to aligning personal well-being with the health of the planet. As we face
growing environmental challenges, incorporating eco-friendly habits into daily life and
workplace policies has become more important than ever (Ravenswood, 2021). Green work-
life balance seeks to harmonize professional commitments, personal responsibilities, and
sustainability goals. While sustainability focuses on preserving natural resources and reducing
ecological impact for future generations, work-life balance traditionally centers on managing
personal and professional demands (Tahir et al., 2024). Combining these ideas encourages
individuals to adopt environmentally friendly practices in both their work and personal lives,
fostering a sense of fulfillment and shared responsibility for the planet's well-being.
Organizations play a key role in advancing this integration. Many companies now embrace
green human resource management (Green HRM), embedding sustainability into workplace
policies. Initiatives such as remote work, green commuting incentives like cycling or
carpooling, and paperless workflows help reduce energy consumption and emissions (Apostu
& Gigauri, 2023). Flexible arrangements, such as hybrid work models, further contribute by
lessening the environmental impact of commuting and office operations. For instance, work-
from-home policies not only enhance employees' work-life balance but also significantly lower
carbon footprints, demonstrating the practical synergy between personal well-being and
environmental care (Ansori & Yusuf, 2023; Vasa & Sowdamini, 2017; Faeni et al., 2025 ).

On an individual level, integrating green practices into everyday routines can make a
meaningful difference. Simple changes, like using reusable items, reducing energy
consumption, or opting for sustainable commuting, contribute to broader environmental goals
(Green et al., 2012; Chan et al., 2014). Employees who see their workplace as environmentally
conscious often feel more engaged and aligned with their personal values, fostering a stronger
sense of purpose and reinforcing eco-friendly habits both at work and at home (Luu, 2019).
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The benefits of green work-life balance ripple out in multiple directions. For individuals, it can
reduce stress and improve overall well-being by aligning daily activities with their values and
a greater environmental mission (Ravenswood, 2021; Hoxhaj et al., 2023). For organizations,
such initiatives bolster their reputation, attract sustainability-minded talent, and enhance
employee retention. Moreover, they contribute to corporate social responsibility (CSR) goals
and strengthen long-term sustainability (Singh & Bhatnagar, 2014; Akpa et al., 2022).

In essence, the integration of sustainability into work-life balance reflects a shift in how
individuals and organizations view their responsibilities to society and the environment. By
embracing sustainable practices, we can create a more balanced, meaningful lifestyle while
addressing global challenges. Organizations that champion these values are not only preparing
for a sustainable future but also fostering a motivated and engaged workforce. This union of
personal well-being and environmental stewardship is a powerful step toward a healthier, more
sustainable world (Deshpande & Srivastava, 2022).

2.3 Corporate initiatives promoting GWLB

As environmental concerns intensify, companies are finding innovative ways to align
sustainability with workforce management through green work-life balance (GWLB). This
approach encourages employees to adopt eco-friendly habits both professionally and
personally, benefiting individuals, organizations, and the planet (Jackson et al., 2011; Sharma
& Kumar, 2024). A key strategy promoting GWLB is flexible work policies, such as remote
and hybrid models, which reduce the need for daily commutes. This significantly lowers
transportation-related emissions while allowing employees to save time and energy (Muster &
Schrader, 2011). Companies like Microsoft and Google have embraced remote work, cutting
down office energy use and enhancing employee well-being by providing greater control over
schedules. For employees who commute, many organizations promote green transportation
options. Subsidizing public transport, offering bike-to-work incentives, or supporting
carpooling programs reduce reliance on single-occupancy vehicles (Kolakowski, 2020;
(VanderLinden, 2023). Companies like Patagonia and Unilever provide bike benefits and EV
charging stations, fostering community-driven sustainability through initiatives like “green
commute days”. Eco-friendly workplace practices also play a central role (King, 2024). Adobe
and Salesforce implement paperless workflows, recycling programs, and energy-efficient
equipment to minimize office waste. Sustainable office designs, including LEED-certified
green buildings, contribute to healthier environments for employees and reinforce
environmental commitments. Corporate training and awareness campaigns further advance
GWLB (Naidoo, 2023). Organizations like IKEA and HP educate employees on energy
conservation, waste reduction, and sustainable consumption through workshops and green
teams. These efforts empower employees to adopt eco-friendly behaviors at work and home,
bridging the gap between personal and professional sustainability (HR, 2024). Finally,
recognizing employees' sustainability efforts strengthens engagement. Companies like Google
offer financial incentives for green practices, encouraging alignment between personal habits
and corporate values (Ruiz-Pérez et al., 2021).

By integrating GWLB into their cultures, organizations not only address environmental
challenges but also enhance employee satisfaction, foster engagement, and position themselves
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as leaders in sustainability. This dual focus on well-being and stewardship represents a crucial
step toward a greener future.

2.4 Factors influencing GWLB

Green work-life balance (GWLB) integrates sustainability into traditional work-life balance,
encouraging eco-friendly habits both at work and in daily life. The adoption and success of
GWLB depend on various factors, including organizational culture, government policies,
individual values, technological advancements, societal norms, and economic considerations.
Organizational support is pivotal in fostering GWLB (Ravenswood, 2021; Biswas, 2023; Lin
et al., 2024). Companies with a strong sustainability culture are more likely to implement green
practices, such as remote work, green commuting options, and energy-efficient operations,
which reduce emissions and enhance employee well-being (Arunachalam & Ghosh, 2024).
Leadership commitment to sustainability inspires employees to adopt eco-friendly habits,
while training programs equip them with the knowledge to integrate green practices into their
routines (Huo et al., 2023). Government policies also influence GWLB. Environmental
regulations, like carbon emission limits or renewable energy incentives, encourage businesses
to adopt sustainable operations. Subsidies for public transportation and cycling directly enable
employees to incorporate green habits into their work-life balance. Individual attitudes and
values play a significant role (Nurcan Kilinc-Ata, 2015; Akhtaruzzaman et al., 2025).
Employees who prioritize environmental sustainability are more likely to adopt eco-friendly
behaviors, such as reducing waste or conserving energy, both at work and at home. Awareness
campaigns and education initiatives by organizations can further shape these values, fostering
a culture of green practices (Czichos et al., 2024; Piwowar-Sulej et al., 2024). Technology acts
as an enabler for GWLB. Tools like video conferencing and cloud-based systems support
remote work, while innovations such as energy-efficient office technologies and sustainability
apps help individuals and organizations monitor and reduce their carbon footprints (Mackenzie,
2020). Societal norms and peer influence also shape green behaviors. In environmentally
conscious communities, individuals and organizations feel greater responsibility to align with
sustainable practices (Ravenswood, 2021; Lin et al., 2024). Collaborative efforts, like green
teams and sustainability challenges, amplify this impact by fostering shared responsibility.
Lastly, economic factors affect GWLB. Companies with adequate resources can invest in green
infrastructure and initiatives, while individuals with financial capacity are more likely to adopt
sustainable practices, such as energy-efficient appliances. By addressing these factors
collectively, organizations and individuals can create a balanced and sustainable future (Niesten
et al., 2016; Melo, 2018).

2.5 Challenges in implementation of GWLB

While green work-life balance (GWLB) offers a promising approach to integrating
sustainability into both professional and personal lives, several challenges make its full
implementation difficult for organizations and individuals alike. These challenges stem from a
variety of factors, including resistance to change, financial constraints, and technological
limitations (Datta, 2015; Prasetyo et al., 2024). One of the primary hurdles to adopting GWLB
is resistance to change. People, both within organizations and on an individual level, may feel
uncomfortable stepping away from established habits, even when they know that adopting
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green practices would be beneficial (Ganiyu & Oladejo, 2020). For employees, switching to
eco-friendly behaviors like remote work or green commuting may seem inconvenient or
overwhelming, especially if they lack the motivation or knowledge to make the transition. For
organizations, adopting green policies can require a shift in culture, and without buy-in from
leadership and staff, these changes can be slow to take root (Nurhasanah & Tiyasiningsih,
2024). Financial constraints also pose a significant challenge. Many GWLB initiatives, such as
implementing energy-efficient office systems, offering green commuting incentives, or
investing in green technologies, require significant upfront investments. Smaller organizations,
especially those with limited budgets, may struggle to make these investments (Datta, 2015).
For individuals, the financial cost of purchasing eco-friendly products, such as energy-efficient
appliances or electric vehicles, can be a barrier, despite the long-term savings they may
provide (WEN, 2024). Technological limitations are another barrier. While digital tools and
technology are essential to making remote work and green office practices feasible, not all
organizations have the resources to implement these systems. In areas where infrastructure like
high-speed internet or digital tools are lacking, remote work may not be a viable option,
limiting the ability of employees to reduce their carbon footprint (Ganiyu & Oladejo, 2020;
Stephen et al., 2024). Workforce diversity and differing needs also complicate the
implementation of GWLB. Employees come from different backgrounds, have varying access
to resources, and may prioritize sustainability differently. For example, public transportation
may not be an option for employees in rural areas, limiting their ability to participate in green
commuting programs (Singh & Bhatnagar, 2014; Ganiyu & Oladejo, 2020).

Additionally, measuring the effectiveness of GWLB initiatives can be challenging. Without
proper tracking systems, it’s difficult to gauge whether these efforts are truly reducing
environmental footprints or if they’re just symbolic gestures. Lack of awareness and education
about sustainability also plays a role (Iddagoda et al., 2021). Employees who are not educated
about eco-friendly practices may not fully engage with GWLB initiatives. Moreover, balancing
work, life, and sustainability can add stress to employees. Trying to juggle work
responsibilities, personal life, and the desire to live sustainably can feel overwhelming,
particularly when the necessary resources and support are lacking (Muster & Schrader, 2011;
Hoxhaj et al., 2023; Ahmed et al., 2024).

While the challenges of implementing GWLB are considerable, they are not insoluble.
Organizations can overcome these obstacles by fostering a culture of sustainability, investing
in training, and collaborating with external stakeholders to create a more eco-friendly work
environment. With the right approach, organizations and individuals can work together to make
a meaningful impact on both personal well-being and the planet (Vasa & Thatta, 2018).

Key authors’ contribution to GWLB

S. No. | Author(s) Findings
1. | Muster & Schrader, e Explored on how different life aspects interact—such
2011 as conflict, enrichment, and spillover—provides a
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foundation for understanding green work-life
balance.

e The green work-life balance concept promotes
environmentally friendly behavior in both the
workplace and personal life, recognizing employees
as both producers and consumers.

2. | Singh & Bhatnagar, e Effective green management involves navigating the
2014 work-family interface through the concept of "green
work-life balance," recognizing the importance of
both work and home life in promoting sustainability.

e The paper presents a model linking green work-life
balance to environmentally friendly employee
behaviors, effective environmental management, and
improved organizational performance, emphasizing
the integration of sustainability across all aspects of
life.

3. | Datta, 2015 e Aligning green policies with employees' work and
personal lives helps reinforce sustainable behaviors
across different settings.

e Recognizing the diverse cultural backgrounds of
employees is vital. Tailoring green initiatives to this
diversity can enhance engagement and ensure
sustainability efforts resonate with everyone.

4. | Vasa & Sowdamini, e (Green practices encompass initiatives such as
2017 creating green job descriptions, establishing green
performance indicators, providing environmental
management training, offering green rewards, and
involving employees in solving environmental
challenges.

e Green Human Resource Management (HRM) can
significantly influence an organization by fostering
environmental awareness and promoting sustainable
practices. Continuous monitoring 1is essential to
assess its effects on various HR issues and ensure its

effectiveness.
5. | Kamaruddin et al,, e The study revealed that all Green Human Resource
| 2018 Management practices—such as green recruitment,

green rewards and compensation, green training and
development, and green safety and health
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management—were significantly linked to employee
satisfaction.

e However, the green life-to-work aspect of the green
work-life balance showed no significant relationship.
The researchers believe this may be due to employees
prioritizing green practices in their work environment
over their personal lives.

6. | Ganiyu & Oladejo, e GWLB means aligning personal and professional life
2020 with sustainability, enhancing well-being, and
supporting organizational green goals.

e Employees influence workplace sustainability
through their behaviors, promoting eco-friendly
practices in both areas.

e Challenges in implementation include cultural
differences and perception of intrusion.

7. | Iddagoda et al, e The study highlights the importance of green work-
2021 life balance and its positive impact on job
performance, with employee engagement as a key
mediator.

e [t reveals potential greenwashing in organizations,
emphasizes the need for genuine sustainability
efforts, and introduces a practical tool for measuring
work-life balance to enhance employee well-being
and productivity.

8. | Akpaetal., 2022 e The study reveals that while green recruitment can
significantly enhance a company’s reputation, it
doesn’t necessarily lead to greater employee job
satisfaction.

e On the other hand, green training has a positive effect
on both reputation and employee happiness.

e Similarly, green rewards can boost a company's
image but don’t directly improve job satisfaction.

e For green human resource management
(GHRM) practices to be truly effective, they need to
be woven into the fabric of organizational culture and
focus on employee needs, ensuring benefits for both
the company and its workforce.
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9. | Ahmed et al., 2024 e The concept of green management aims to balance
industrial growth with environmental protection, but
achieving true sustainability remains a challenge.

e Becoming agreen employercan enhance a
company's brand and attract eco-conscious
employees, boosting their motivation.

10. | Arunachalam & e The paper emphasizes the importance of employee-
Ghosh, 2024 centric initiatives, such as educating staff on
sustainable consumer choices, providing green
benefits, and encouraging participation in eco-
friendly challenges.

o It highlights the need for organizational practices that
focus on sustainability in the supply chain and foster
community engagement.

11.| Lin et al., 2024 e Implementing GWLB initiatives and encouraging
environmentally  conscious  behavior among
employees can significantly enhance long-term
effectiveness and boost employee retention.

e By fostering a culture of sustainability, organizations
create an environment where employees feel valued
and engaged.

e QGreen 1innovationand a strong organizational
culture play crucial roles in linking GWLB to
improved corporate sustainability performance
(CSP) and higher employee retention rates.

3. Findings and Discussion

Despite the growing interest in Green Work-Life Balance (GWLB) as a means to integrate
sustainability into professional and personal spheres, several loopholes remain in both
theoretical exploration and practical implementation. The existing literature predominantly
focuses on organizational outcomes such as cost savings, productivity improvements, and
employee retention, often neglecting the broader interplay between personal well-being,
cultural contexts, and environmental sustainability. This narrow approach fails to capture the
holistic and interconnected nature of GWLB, where the impact extends beyond the workplace
to influence societal and ecological well-being. Moreover, the literature lacks extensive
empirical research on the cross-cultural applicability of GWLB initiatives. While studies in
specific regions highlight the importance of cultural readiness and infrastructural support, there
is insufficient exploration of how socio-cultural and economic factors shape the adoption and
effectiveness of GWLB strategies across diverse organizational and national contexts.
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Additionally, the role of leadership and organizational culture in fostering an environment
conducive to GWLB remains underexplored. Existing research emphasizes the importance of
organizational commitment but does not provide a comprehensive framework for how leaders
can embed sustainability into workplace culture while addressing resistance to change. Finally,
challenges related to inclusivity in GWLB initiatives, such as gendered perceptions of
caregiving responsibilities and unequal access to resources like public transportation or remote
work infrastructure, are not adequately addressed. These gaps limit the effectiveness and
scalability of GWLB frameworks, particularly in heterogeneous workforces.

4. Future Directions

Future research on Green Work-Life Balance (GWLB) should take a more comprehensive
approach, addressing the existing gaps by integrating personal, organizational, and
environmental well-being. By exploring how GWLB can be tailored to different cultural
contexts and examining the role of gender norms in shaping sustainable behaviors, researchers
can offer valuable insights to help organizations implement more inclusive and effective
policies. Additionally, investigating how technological innovations, such as energy-efficient
tools and remote work platforms, influence the adoption of GWLB practices across various
regions and industries will be key in understanding how to overcome infrastructural challenges.
It's also important to look at the long-term effects of GWLB on employee well-being—such as
stress levels and job satisfaction—to better understand how sustainability initiatives can
positively impact both the environment and personal health. Lastly, developing clear
frameworks for measuring the success of GWLB efforts, incorporating both environmental and
social outcomes, will ensure these initiatives lead to meaningful, measurable changes in
sustainability practices. These future research directions will help create a deeper
understanding of GWLB’s potential to drive positive change for both organizations and society.

5. Conclusion

In summary, Green Work-Life Balance (GWLB) offers a forward-thinking approach that
benefits everyone involved. By creating a harmonious relationship between sustainability,
personal well-being, and organizational goals, it addresses the evolving needs of today’s world.
As more companies adopt green practices, the positive effects will ripple out, extending beyond
the workplace and contributing to a healthier planet and more sustainable lifestyles. The key
takeaway from this review is the vital importance of integrating environmental sustainability
into work-life balance initiatives. By doing so, organizations can align personal and
professional aspirations with broader ecological responsibilities. Companies that prioritize
GWLB not only reduce their environmental impact but also instill a deeper sense of purpose in
their employees. For individuals, this integration fosters a more fulfilling work-life experience,
rooted in shared values of environmental care and responsibility. Ultimately, GWLB holds the
potential to create meaningful, lasting change, benefiting both people and the planet.
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